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15 July 1965
MEMORANDUM FOR: Director of Personnel
FROM : Chief, Recruitment and Retiree Placement Division
SUBJECT :  Annual Report of FY 65 Accomplishments and FY 66-67
Plans and Objectives
NOTE : This report will cover separately the two major areas
of C/RRPD responsibility, Recruitment and Retiree

Placenment.

RECRUITMENT--FY 65 ACCOMPLISHMENTS

1. 1In re-cxemining our FY &5 plans and objectives, we are impressed
by the fact that the secret of achieving one's goals may be in controlling
the language in which they are stated.

2. 1In essence, we seem to have said very little in last year's
estimate that might hurt us should our accomplishments fall short of the
mark. Our objective, essentially, was to continue recruiting. For good
measure, we seem to have implied "with a minimum number of all-purpose
recruiters properly deployed." This would be pretty realistic planning
when you come to think about it. Insofar as PRD strength was involved, we
simply found ourselves in the same boat with every other Agency component:
under orders to trim frills, retrench where possible, live cost-consciously,
and get on with the job. All of this we accomplished.

3. Statistically, the fruits of our labor reflect no staggering
tonnage. It was not that kind of a year. Requirements and attrition were
down. Our image was good, but Recruitment momentum was sacrificed to the
Agency-wide exercise of getting down to ceiling. At the outset, this
appeared to be a tough target for the Agency to hit, but it managed--
component by component, and before the Fourth Quarter was but a few weeks
old.

4. Suddenly, getting down to ceiling had become as much a cause for
celebration within CIA corridors as getting up to ceiling had been in FY 63.
Recruitment lives in a fickle world to be sure. The rccrulter's stock in
trade is a pair of yo-yo eyes and a built-in grievance that assures him
Headquarters planning is purely a contrivance for steering him out of his
mind--for as soon ag ceiling is within component reacBGQSME§$ﬁ8 only the
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cry: When are you going to get us our personnel? NO CHANGE IN @LARS. 1] ]
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5. OQurs is not te wonder why, ours is but to die in the struggle to
somehow rid this Agency of its fixation that any temporexy deficit in
personnel can rightfully be traced to what is too frequently termed a
"recruitment shortfall."

6. When the computers take over all attrition and requirements fore=-
casting, selection, investigation, invitational travel, processing, place-
ment, and all the other human steps incidental to entering new employces
on duty, Recruitment will still be riding the white steed of virtue
(assuming, of course, we have ironed out the few remaining wrinkles in an
otherwise altogether organizationally and artistically perfect fabric,
satisfying the highest standards, dollar for dollar, of functional design
and utility).

7. Our FY 65 accomplishments? These would be living with the month
+o month uncertainties of Agency staffing determinations, and silently,
uncomplainingly, heroically acknowledging to ourselves that others who
heve a functional role to perform in bringing the right people on board at
the right time were not as efficient as we might have wished. Could it be
they cut back too far? Could be, when they are known to have demonstrated
in FY 63, all up and down the line, that they had the know-how, desire,
drive, and capability of totally supporting Recruitment when their support
was clearly called for, in their own best interests. These interests still
exist, in smaller dimensions, of course, but the head of steam seems to have
lost some of its FY 63 pressure.

8. By and large, whatever personnel shortage the FY 65 year-end head
count reveals should be slight, temporary at worst, ond nothing that would
severely cripple operations. BSo, we refuse to panic. We still have the
horses. Give us lead time and we'll give you bodies. No lead time and
you'll have to wait for your bodies, sans sympathy.

PERSONNEL DEVELOPMENTS

The following series of personnel vignettes will be seeking to serve
two purposes: (a) accounting for any significant changes in the complexion

of our work force, and (b) accounting for the realignment of FRB territories.

The immediate reaction to our territorial changes is likely to be that PRD
is alweys in a state of flux. This would be an unfair criticism because we
have been moving in precisely the opposite direction, strictly toward stabi-
lization of territory and team membership. In effect, if you arc forced to
cover the same ground with fewer guards, you patrol the arca differently,
not drastically so but os the geography suggests.

1. —was transferrcd to the Retiree Placement
Counseling Staff and his position as Deputy Chief, PRD, was sbolished on
5 February 1965.
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25X1 ,iii 17.( Mr. I (FRB/NPIC) is scheduled to replace Mrs. W

WRO) who is retiring in December 1965. [ vill also serve as 25X1A9a
our campus professional recruiter for Maryland, District of Columbia, and
West Virginia.

18. Chief, PRD was privileged in September 1964 to be designated a
member of the Personnel Career Service Board for the period ending
31 July 1965.
19.

Clerical and Technical Recruiters whose services were terminated

25X1A%9a

COMMISSIONED RESERVE

1. As both a cushion to fall back on in case of any upsurge in
requirements keeping our recruiters on the professional circuit, and as an
active clerical and COMMO in-place recruitment reserve, we are proposing
at this time the establishment of a Commissioned Reserve comprising as many
as thirty (30) retirees or former employees who have relocated to cities
at some distance from our Field Offices.

2. This program is as implied, in the formative stage, but it has
much to recommend it in giving guick service to write-~in applicants or Pros-
pect Referrals at times when it would prove impossible schedulewise, costly
transportationwise, or otherwise imprudent to put a full-time recruiter on
the case. It would be premature to outline here the full format of this
proposal before it is given official status.

THE 100 UNIVERSITIES PROGRAM

1. The second annual running of the 100 Universities Program (of
faculty dinners) was conducted in accordance with the October-November 1964
schedule set forth at Tab A, and with the samc high degree of success and
acceptance that the 1963 presentations were accorded. Total coverage
shrank to 87 universities, and there will be still a smaller number in 1965
due to retrenchment in our professiocnal recruiter strength. We are not
renaming or "renumbering" the Program, however, what with the prestige the

Program has geined under this name within the Agency, as signified by 25X1A
B (7 5).

2. Mr. Lymen B. Kirkpatrick, Jr., Executive Director-Comptroller, in
addition to his totally effective personal participation in the 100

p
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Universities Program, kept two speaking engagements requested of him by
C/PRD and our University Associates at the University of Iowa and Brown
University. On 15 March 1965, he addressed a faculty-student audience of
over 250 at Iowa; and at Brown, on 14 April 1965, he was the Weekly Convo-
cation guest speaker before a freshman and faculty audience of some 600
intensely interested and appreciative listcners. Retiree Placement Services
denies any complicity in the fact that two months later he chose the
Personnel Conference [ illas the official audience for his announcement
he was leaving the Agency to accept an endowed Chair of Political Bcience

at Brown University.

25X1A6a

UNIVERSITY ASSOCIATES

1. The Agenda for the 196hk Annual University Associstes Conference
ig shown at Tab C. As always, this conference reinforced the great good
will the Agency enjoys on the campuses represented by these consultants,
and the Agency profited by both their formal advice during Confercnce hours
and the informal discussions stimulated by the buffet dinner setting--on
this occasion at the home of the Lyman Kirkpatricks.

25X1A5a2

3. As is their custom, several of our Associates personally reccived
and assisted various Agency officers who had on-campus missions to perform,
in addition to their responding to special requests levied by C/PRD.
Particular note should be taken here of the excellent voluntary represcn- 25X1A5a2
tation given the Agency by INEGNGNG@GgGgGgGgNGNGEGEGEGEGEGE - - chaired
a panel featuring one of the authors of "The Invisible Govermment." | 25X1A5a2
submitted his comments for Agency editing beforehand and scrved to counter-
balance much of the biss that otherwise would have gone unchecked.

RECRUTITMENT FIELD DIRECTORY

1. As we enter FY 66, the roster of owr Ficld Offices shapes up as
published in the Recruitment Field Directory at Tab E.

6
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2. We have nothing to apologize for in terms of office image, nor
can we be criticized for overdoing this aspect of RRPD management. We
are on the waiting list for Federal Office Building space in those cities
where we have not been accommodated as yet due to a shortage of such space,
as well as in those cities where Federal Office Building construction is
under way or in blueprint.

ANNUAL RECRUITERS CONFERENCE

1. The Agenda for the 1964 (15-25 September) Annual Conference of
Professional Recruiters appears at Tab F. During the two weeks immediately
preceding the conference, new recrulters were
put through the OTR "Introduction to Intelligence” course. 25X1A9a

2. The 1965 Conference is scheduled for 1-10 September.

3. During FY 65, a three-day round-table meeting was held with NPIC
representatives in Washington, 22-2h4 March 1965, in which m 25X1A93

represented PRD Headquarters and our eight eastern recruiters participate
25X1A9%a

This conference went a long way toward clearing the decks for an intensive
recruitment effort in behalf of NPIC, and toward acquainting NPIC branch
chiefs with the necessity for their prompt consideration of candidate files
and close follow-up of applicants in whom they evince employment interest.

as the FRB NPIC coordinator, and the NPIC Administrative and 25X1A%9a
Personnel Officers handled all arrangements.

4. C/PRD attended the Western College Placement Association Conference
in Palm Springs in Jamusry 1965 together with Messrs. ||| G 25X1A9a

I 25X1A9a

5. C/PRD alsoc attended the AMA 28-30 October 1964 Personnel Orientation
Seminar ("Equal Job Opportunities--Recruiting, Selecting and Employing
Minority Personnel"). For a full report, see Tab G.

6. chief, FRB [ GGG 25 orivileged to participate in 25X1A9a
three training programs during the year. He attended the ADP for Systems
Analysts course, 15-26 February 1965, conducted by the Department of
Army; the Middle Management Institute, 19-23 April 1965, sponsored by the
Civil Service Commission; and the Personnel Management for Federal Execu-
tives course, 19-28 May 1965, also conducted by the Department of Army.

196L4-1965 ACADEMIC RECRUITMENT SCHEDULES

1. Subject schedules for individual recruiters are shown at Tab H.
This was primarily the CTP and ORR year and the year of the "One Week

7
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University," mesning an extended stay at a major university for the purpose,
in one dimension, of firming up faculty contacts. With the loss of three
full-time clerical recruiters, the transfer out of FRB of
the termination of [Nl sppointment, and the transfer o Yol
PRD to RPCS, the "One Weck University" is a part of our past (I can only
hope the faculty contacts were firmed up). So is the ORR Day.

oy

2. We had no more tangible success in recruiting economists by the
ORR Day device (a2 day set aside for the exclusive interviewing of Economics
majors by our recruiter and an ORR representative working in tandem) than
we had working alone. If this is capitulation, I cepitulate. ORR can send
its representatives to the campuses of its choice, when it pleases--sO long
as the ORR representative, working through the department head, makes his
recruitment presence known in advance to the placement director, and
encounters no objection. The economist shortfall is something Govcrnment
at large is having to live with these days.

3. As for CTP cendidates, FY 65 gave us our fair share of good-
looking prospects. If CTP needs a fuller pipeline, which is the Program's
contention, it will have it this year.

4. Campus scheduling for 1965-1966 will strike a happy balance as
between proven compenent necds, be they mathematicians for NPIC, economists,
Career Trainees, RID analysts, cnginecers or what have you.

5. The recruiter must make his gpecific interviewing requirements
known in advance to cach college or university he calls on--and be more
brutel in rejecting the misfits, no matter how much he wighes we needed

them.

6. Further, a number of college and university dates will have to
give way--during the mid-September to March hunting season--to the business
ond secretarisl schools and junior colleges turning out secretarial
graduates; and to deys set nside at U.S.E.S. end clsewhere for COMMO; and
for non-campus NPIC recruitment.

7. We're out of the "“catering” business insofar as individual com-
ponents are concerned. Our Recruitment strength is now such that it must
be conserved and deployed on a come-what-may, come-our-way day to day
Agency-wide progrem of pipelining until FRD blows the whistle cn applicant
overages in one category ond asks for more attention to another. We can't
forecast overages and shortfalls, but we can monitor what we observe
entering the pipeline and call new signals accordingly. This is about
the way it's goilng to have to be.

WRO RECRUITMENT

1. The tremendous workload that WRO steys on top of and turns into
EOD's is o continuing source of satisfaction. FY 65 simply put another
jewel in the WRO crown. See Tab 1.
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2. My former fears of losing our Sixteenth Street WRO location have
subsided; it is believed that any reasonably intelligent applicant in the
metropolitan Washington area will be able to find our WRO facility in
Rosslyn almost as easily as he or she now manages to find us in Washington.
Normally, this is a one-time visit, and, if the applicant is properly
motivated, he can find us in Rosslyn. He'll have to since over-all Agency
plans at this writing have RRPD merging its Sixteenth Street, Glebe
Building, and Quarters Eye unite into the Ames Building in Rosslyn in
Jenuary 1966, where POD/IAS also will be housed. We have asked for
{a) first floor space, (b) adequate visitor perking, and (c) rewording of
our listing in the telephone directory to "Tf moved, call 351-2028."

TY 66-67 PLANS AND OBJECTIVES

1. We have pretty well hinted at, or blocked out, our current planning
in the course of recapitulating FY 65 accomplishments and developments.
Tt is difficult to do otherwise. This gection, however, will restate
certain of these objectives and identify others, in no special order:

a. We can take no further reduction in PRD persomnel strength
without seriously affecting our recruitment capability.

- b. We can use a Commissioned Reserve (Clerical and COMMO) to
bolster our present recruitment assets and render Taster service to
write-in applicants and Prospect Referrals.

¢. We must completely overhaul our recruitment advertising
machinery by dispensing altogether with the inadequate services of
and employing the services and facilities of a more
knowledgeable, market-minded, recruitment-oriented advertising agency

25X1A5a2 such as

25X1A5a2

4. We must tallor a year-round vecruitment program to fit the
monthly, or quarterly, EOD input mergins set by ceiling-minded com-
ponents or programs such as RID, 8SG, CTP, IAS, and COMMO, while
continuing a steady drive for NPIC and ORR, As to competitively hard-
to-fill or otherwise rare skills, we must look to the professional
guidance and assistance of an aggressive advertising agency to lead
ue to these candidates.

e. We can anticipate greater management and clerical milage out
of these RRPD asscts once all of our units are co-located in Rosslyn.
Any dividends accruing from co~location of our non-management profes-
sional personnel are certain to be welcomed and likely to be needed
as well.

£. The section in last year's Annual Report lebeled "Streamlining
- and Savings" is cited in this context for recommended re-reading, as

9
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it still would be applicable under the heading of continuing savings.
Over and sbove the numernus curtailments, short cuts, or savings and
refinements herctofore integrated into PRD operations, we have
recently converted our bulk mailing practice from Registcred to the
cheaper and equally secure Certified Mail channel; we have put a
spending ceiling on the overly generous recruiter who cannot manage
his 100 Universities dinners prudently; we are watching recruiter
schedules for use of POV when air travel might be called for, and
cheaper; and we are monitoring scheduled returns to residence when a
week-end on the road with a Saturday interviewing schedule would be
in order; we have curbed one recruiter's excessive use of telephone
communication, and another's propensity for high milage in a tight
territorial corridor. Without trying to take all the enjoyment out
of recruitment, we are forced to operate on the theory that all _
recruiters are not conservationists by nature or prior training--which
is not to say by any stretch of the imagination that e single one of
them is profligate by his design. What some possess by way of out-
standing recruitment ability simply is not found in combination with
always infallible administrative judgment. We suffer from the same
weakness, hence are somewhat competent at detecting it in others.

g. We still hold to the idea that eppreciable savings are to be
scerucd from recruiting only the fully investigated secretary or
typist, ond we have worked hard to prove that the need for a provi-
sional clearance pool is a long-cherished OP fiction. There still is
some slippage in the system somewhere, however, so FY 66 must find us
putting our PRD, FRB, and WRO heads together with thosc of POD, IAS,
and OS/ID to see if we can't stop the leak in the EOD pipeline that
flooded the IAS provisional pool again in the dying days of FY 65.
This year the components weren't taking the fully-cleared sccretaries
and typists once they were on board and waiting to be called. Then,
when they could see Fourth Quarter ceiling space clearing, they pushed
the panic button because full field investigations weren't material-
izing rapidly cnough to sult them, It was a strange year, this year
of accommodating to the ceiling that wouldn't lift--even when the
components seid all the old magic words and snapped their fingers as
had been their Mery Poppins custom. Maybe it was a good "econditioner"--
as with the horse that needs such a race in order to run the same
distance the next time out.

h. On SSG secretaries, we missed the mark by not putting enough
candidates into the pipeline. By the same token, we lost our carrot
when 21l of Government started providing transportation to Washington.
We need a2 new carrot. Opting for SSG offers no visible advantages to
offset some very visible disadvantages. We may have to dangle G8-07
or GS-06 (Step 3) in front of the likely-looking S8G candidate. This
proposal was under consideration when we went to press.

i. Tab J sets out our thoughts of a year ago with respect to the
automation aspects of storing and retrieving informational data that

10
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would expedite and help to modernize certain of our recruitment 25X1A9a
procedures and remove cxisting bottlenecks. mis our

expert on automation, and his recommendations s stand. We are

happy to report that OP took certain significant study steps in

FY 65 toward achieving these short- and long-range objectives.

2. Any omissions of significant developments, accomplishments, plans,
or objectives that belong in this report must be attributed to my oversight,
and in no way to my intentionally overlooking the good efforts of all PRD
personnel who have contributed to whatever success or improvement this
program may be entitled to claim in FY 1965.

3. The FY 65 production totals are shown at Tab X.

RECRUITMENT BROCHURE

There appears at Tab L the 1964 version of our recruiltment brochure
printed by LOG/Printing Services Division, with the outside advice (gratis)
of a New York public relations firm known to Mr. Kirkpatrick. This brochure
was late in coming off the presses (mid-October) and is now outdated, of
course, by the changes in senior personnel cited by name in the %ext. In
this particular, other public relations consultants tell us the text violated
one of the fundamental rules of economics. In other respects, however, it
is spoken of as projecting good recruitment "image."

11
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RETIREE PLACEMENT--FY 65 ACCOMPLISHMENTS

Tt's a little early in this ball game to be speaking of accomplishments.
About 21l we can do is recite a few factors of birth, christening, and
post-natal nourishment. Then, our FY 66 and beyond Plans and Objectives
cen hint of our program hopes for a healthy infancy, and certain accomplish-
ments.

BACKGROUND

1. Congressional passage of the Agency's Early Retirement Legislation
triggered a movement in the DDP for a mechanism to support the out-placement
of its qualifying careerists.

2. The DDP position postulated that the POD/Out Placement Branch
activity would be inadequate for the Directorate's purposes; and it circu-
lated a project outline that proposed to establish an overtly identified
CIA corporation with a downtown Washington office and staff having ready
access to psychological-testing, management consulting, and other executive
gsearch experts and techniques, as well as access to an annual operating
budget of spproximately a quarter of a million dollars.

3. This plan had merit, in keeping with the Agency's legislative plea,
that its DDP carecerists would be at a disadvantage in shopping their
clandestine operational experience on the open market. The proposed project
put its main emphasis upon finding second careers for front line and second
level managerial talent.

4. The Office of Personnel was invited to submit a proposal for the
central menagement of a second-career placement service to all directorates
and all levels of careerists. This proposal took the T/0 form of a beefed-
up Out Placement Branch that would dangle from the prestigious heights of
the Office of the DCI. This plan failed to muster its first endorsement,
however, when the DDS opined that its obvious orientation belonged within
the OP orbit as a Personnel management function. This advice was pondered
by the Director of Personncl, and then a funny thing happened one day to
C/PRD on his way to a staff forum. D/PERS noticed that his cottalls were
not flying. This prompted him to conclude he was not keeping C/PRD busy.

5. This would have been one day in January because on 2 February 1965
D/PERS and C/PRD were called to an all-directorate meeting, chaired by the
Executive Director-Comptroller, to hear the DDP-corporation project proposal
and offer a counter proposal that would provide central care and considera-
tion to the retiring careerists of all components. Our {my) presentation
of the OP proposal lacked coherence, clarity, and conviction, but it had
one strong feature: it was cheap! C/PRD became C/RRFD (see Tab Al). At
this meeting, the Comptroller appointed an Ad Hoc Committee, to be cheired
by D/PERS and seat representatives of the four directorates, the General
Counsel, and BPAM; its purpose would be to offer the earlicst possible advice,
and consent, as to the modus coperandi of an efficient retiree counseling and
placement service, and then disband. This committee convened for one meeting
in FY 65. As of this writing, it has not disbanded.

12
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6. Quite fraokly, my interest in scquiring the Retiree Placcment
function (aside from the obvious satisfaction inherent in any manifestation
of the Director of Personnel's confidence that I could carry a heavier
workload) was in the prospect that it would counstitute a form of group:
insurance for holding our professional recrultment strength at o minimum
acceptable level; nolses were already being made outside OP to the effect
Recruitment wasn't cutting back as repldly as personnel requirements were
descending. These are the same theorists, of course, who would argue that
once you have parked your cor you may as well get rid of the gas tank. In
any case, we clearly foresaw the need, nation-wide, for second-career
menpower market intelligence and direct assistance to Agency retlrees who
would find new Jobs in these markets and in any number of specific
geographic locations; thus, our Field Offices and Field Recruitment force
would provide the Agency this built-in, no additional expense asset. I'm
certain it was the Executive Assistant to the Director of Personnel,

who first figured that 2 plus 2 equaled 4 in this partic- ~ 25X1A9a
ular. And it's working out that way. Our recrulters are turning up second-
career opportunities for both early and older retirees, especially in the
academic areas--which figured, but in other areas as well; and their efforts
cen only be more productive as we move along. '

7. What hod not cccurred to us, however, was that putting Recruitment
astride Retiree Placement would surface some rather obvious shortcomings
in the Agency's overall mesnagement of 1ts personnel assets, because we
soon discovered we were retiring certain skills we were having great
difficulby recruiting, at a time when the individual's usefulncss was far
from spent. Accordingly, we pointed out thesc inconsistencies to the
Director of Personnel and he, in turn, to the directo.ates, with his
reminder that they had o voice of their own they could exercise in behalf
of extending Civil Service retirees, with raere skills, beyond the age €0
and oge 62 cut-off peints, whereas the Agency Retirement Boord would rule
on any and all extenslons purely for reasons of financlal hardship.

8. This resulted in certain in-place extensions--primarily of older
women who were proficient in their jobs--; certain transfers of skills
from one directorate to another, normally following retirement and conver-
sion to contract status; ond ARB hardship extensions--but now with
instructions to the individual to work closely with RPS in finding other
employment.

9. Obviously, we have been working to date essentially with the Civil
Service retiree group going out in FY 64 or Calendar 1965, and working
with very little lead-time at that. Off hand, I would say we can support
the claim thot as many a8 twenty (20) of these 1965 retirees arc now placed
in productive employment either inside or outside the Agency; either by
our direct or indirect assistance, their own efforts, or through the
enlightened epproach of the directorates themsclves. It motters not, and
we care not, where credit is lodged. There is consolation enough in the
fact proper trestment has been accorded deserving retirees. Thelr names
will not be brought into this Annusal Report.

13
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16. What did occur to us at the outset of Retiree Placement counseling
- wes that it would be well o keepq OPB (now ERB, Employment 25X1A9a
Referral Branch) funetion and RPS compartmented as scparate services to
resignees, voluntary and involuntary, und retirees, respectively. And,
in either case, we knew it would be totally unwise, if not disastrous, to
be misrepresenting the qualifications of any individuals we were assisting.
In turn, and to the extent we became cognizant, neither will we misrepresent
the merits of propsective employers to our own personnel. THis, therefore,
is the single philosophy by which we gevern all of our cut-placement
activity. For o box score on FY 65 ERB activity, please refer to Tab Bl.

11. One thing more as to the operating philoscphy of RPS. Our function
is PLACEMENT, not all-encompassing expertise on pensions, insurance, benefits,
high-five calculations, exit-interviewing, retirement regulations, or
other of the meny ramifications of advice and .consultation required by the
retiree when he is confronted with the facts of what 1s about to be his
retirement life. To the extent that we are knowledgeable of regulations,
etcetera, and we should be, we will use such knowledge only as a check
on the advice or guidance prospective retirees are recelving within other
components of the Office of Personnel, that is, when there appears to be
some confusion in their minds. We are NOT seeking to add to our respon-
sibilities ANY of the assigned functions of other OP divislouns or staffs.

If other OP staffs and divisions have Retiree Placement advice to offer us,
however, we're availoble.

12. Finally, by way of background introduction, a new CIA
Retirement Board and secretariat was constituted_to mnage 25X1A
the Early Retirement program, guite apart from the Agency's Civil Service

retirement program and its Agency Retirement Board and secretariat
ﬂ function. We will be working with both Boords end
secretariats, of course, and learuing as we go.

25X1A9%a
FY 66-67 PLANS AND OBJECTIVES

1. Structurally, Retirece Placement Services comprises o part-time

chief, myself, and o full-time two-man Retiree Placement Counseling Staff,

assisted by a Secretary, 25X1A%a
-plus the services, 25X1A%9a

as required, of our Fleld Recruiters.

2. Our objective is the plocement of all Agency retirees who require
or may desire. conkinuing part- or full-time employment after retirement
from the Agency. If this objective 1s achleved in individual cases prior
to their retirement RPS will be functioning extremely efficiently; if it 1s
not achieved in certain cases, our services will follow that retiree into
retirement, until we either effect placement--with his or her self-help,
of course-- or determine that we are knocking ourselves out in a hopeless
cause. And there will be such cases, we know; aond other cases which will
not be truly deserving of our determined efforts, for reasons, say, of
financinl affluence. $Still and all, Psychological therapists tell us that

)
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well-to-do retirees sometimes need busy-work as much as the indigent needs
income. The full dimension of our program, therefore, is unlimited. These
same psycholgists tell us, however, they would never test the retiree for
intelligence or aptitude, but only for attitudinal indices, to determine
the individual's psychological approach to retirement, if it is not readily
discernible as healthy, positive, and fearless. This is going to be some-
what beyond our competence. Accordingly, the A%E Staff has volunteered

its services in this srea, as they may be required.

3. To achieve our objective of pre-arranged placement prior to
retirement, we are going to need lead time, as much as five years minimum
in some cases, as against being jammed up as we are now with 1965
graduates. We now have the roster of Civil Service retirees through Calendar
Year 1970. This is good, and we are starting now to work with the Classes of
1966 and 1967, so that our efforts throughout those years will be devoted,
by and large to the Classes of 1967 and 1968, and beyond. The five-year
advance notification letter is a good letter, as far as it goes. With it,
however, there must go en attachment that we are devising--a separate squib,
"YOUR POST-RETIREMENT EMPLOYMENT OPPORTUNITIES," to trigger the letter
recipient's advice to RPS, by form memo (as another attachment) as to his
post-retirement part- or full-time employment assistance needs, preferred
areas of location, ete. This form memo would also have the individual
indicate his desire for an RPCS counseling session (and let him state his
prefercnce as to a morning or afternoon appointment), etc. What we are
hitting at here is that we can use something more thanm 25X1A9a
urging the Civil Service retiree to counsel with us only To have many o
them put it off until the last minute. We think, therefore, that we are
coming up with something that will give us lead time on this group as well
as an indication as to employment areas in which we should be thinking
before this first interview. TPFurthermore, it will catalog for us, over
their own signatures, those upcoming retirees who flatly state they do
not [:7 need RPS assistance in second-career counseling and placement.

Lk, With the Early Retirement group, I am not prepared to say just
. how it will work. We haven't been told. There is no five-year advance
letter going to the participants in this program. They can take off at will
once they have attained age 50 and are in the program. Or, as we under-
stand it, they can stay on to age 60--unless they arc identified under
the Director's authority for earlier retirement. This is a wide age span,
ten years. Technically, it is even wider, and should be, if our program
is to succeed. We should be working now with the 45-year olds who are
certain to become participants at age 50, and who want to retire at or
near that age. In our opinion, they should be permitted to state this
intent, without promotional or other prejudice. Will they be? We're
in the wait-and-see stage at this writing. Thus, to state our plans
and objectives (other than placement assistance when the retiree is ready)
for this group would be premature as of this annual report dete. It is
best, therefore, that we set aside any non-existent specifics and return
to generalities.

5. Generally, our first and continuing job is to produce hard
intelligence as to where the second-career opportunitics are going to be

Approved For Release 2000/081756 : CIA-RDP80-01826R000200070006-1
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generated for our retirees. I say our rebirees advisedly because certain
logical areas such as the Peace Corps and 18 Toternational Organizations of
the United Nations are or oppear o be off limits to former Intelligence
coareerists, either by inter-sgency agrecmnent (Peace Corps) or by deductive
reagsoning. Specifically, our former employces would be suspect in seeking
employment in certain non-profit organizations that obviously could lend
cover to their continuing ef'forts as clondestine procurers nf intelligence
informetion if this were the Agency's intcrest. But, by hard intelligence,
we have reference also to the great many carecy ficlds in which we would not
be treated with suspiclon: Edueation, Trade Associations, Franchising, Real
Estate, Accounting, Research, Translation, Banking, Sales, Merchandising,
Hospital Administration, Tndustrial Security, Hotel and Motel Managcoment,
Tavestigation, Claims--onc has to let his mind wender far afield from
Intelligence in any effort to exhaust the possibilities that could exist

for our retirees.

6. We are gradually tracing such opportunities to their sources, and
talking with the authorities who will talk frankly with us in terms of
gualifications, age, income, openings, etc. As we compile these data, we
compertment it--in a so-called Prosgpectus for Continuing Employment after
Retirement in Higher Education, for example, ditto Secondary Education, for
example, ditto Hospitel Administration, ot cetera. We use folders of
ipdividual loose-leaf binders Tor these data and the data are being
continually updated end made availsble as & library of leads for the pros-
pective retirec who may wish to explore them. Wc snatch, graob, and gather
in from all likely sources other materials of interest to personnel who
are in the retirement zone,

7. Beyond this, we counsel--which is largely the art of listening and
agreeing with the individual as to his own plans, desires, or expectations.
1t is our responsibility, as T see it, however, to identify and syphon off
the fantasy and keep the individual's aspirations within the immediate
realm of an attainable goal. If the individual is totally dry of ideas as
to any possible new employment for himself, we might listen for the mention

of & hobby, or some talent that had not even been registered with the Agency.

8. We are not professionals in retiree placement, yet, but neither
are we prepared to turn Agency retirees over to outside Employment Agencies
as the only answer. We are having some Success and we are building our
program block by block. We pelieve we can come to know our elployees
betber than they can ever become known by total strangers in the outside
world of the Employment Agency. We belicve our retirecs arc marketable=--
ot almost any ege. We believe we Egg.markct them, with their self-assist-
ance. Further, it is our philosophy that we arc privileged to have the
responsibility of using our imeginstion in any area that calls for such a

considerable cargo thereof. 1 am speaking Tor 25X1A9a
too. They share my optimism, which nakes for a compatlplé WO
relationship. .

9, By way of seeking all the education we can get in this field,
Chief, Retiree Placement Services attended a three-day Amcrican Management
Association Workshop Seminar in New York City in late June entitled
"pre-Retirement and Post-Retirement Counseling Programs.” Insofar as
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Counseling Programs went, the seminar was hi hly informative for us.
Insofer as what we are attempting to do--Retiree FPlacement--the other
registrants listened with great admiration (for the Agency's personnel
menagement posture) but with considerable amazement that we were confident
we could bring it off. It became clear to me that as Government agencles

and major. corporations view it, we are very definitely among the ploneers
in this field.

25X1A9%9a

17
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This Notice Expires 1 July 1966 25X1A

SECURITY
T June 1965

PUBLIC APPEARANCES, STATEMENTS, AND PUBLICATIONS

1. The purpose of this notice is to remind all employees that
it is CIA policy to avoid publicity, public appearances, statements,
or publications by CIA personnel whenever these might be linked to
the Agency. This policy is difficult to achieve in a free society
with a free press and with a tradition of letting the taxpayer know
how his tax dollars are being used. Nevertheless, the special
circumstances surrounding many of the Agency's activities make it
essential that certain practical restraints be observed if CIA's
image before the people and the Congress is to inspire the respect
and confidence which the Agency deserves.

2. Consequently any Agency employee invited to make a public
appearance or statement, or considering writing for publicgtion, 25X1A
must obtain approval under the provisions of ﬁbefore
making any commitment. In genersl, Agency personnel will be author=-
ized to appear before non-Governmental groups only if there are
reasonsble guarantees against publicity, if the discussion is con-

sidered off-the-record, and if on balance the Agency would gain by
the appearance. Examples of useful appearances would include:

a. Meeting with college or university faculty members
under the "00 Universities Program' whose purpose is to
assist in Agency recruitment.

b. Briefings of selected business or corporation
executives whose support and cooperation are desired.

3. CIA encourages its employees to participate in community
and civiec affsirs such as church groups, the PTA, welfare work, the
Boy Scouts, etec. However, in such activities the employee partici-
pates as an individual and must do everything possible to avoid
public identification with the Agency, unless authorized to be so

identified.

W. F. RABORN
Director

DISTRTBUTION: ALL EMPLOYEES

i o
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UNIVERSITY ASSOCIATES
ANNUAL CONFERENCE

2 and 3 November 1964

Monday, 2 November
(USIB Conference Room, [E-26)

Bus Transportation to Headquerters from
1016 Sixteenth Street, N. W.

Opening Remarks Emmett D. Echols
Director of Personnel

Weleoming Remarks | —I4—General Marshall S Garter
Beputy Director of
Central Intelligence

The U. S. Intelligence Community Lyman B. Kirkpatrick, Jr.
snd Counterinsurgency Executive Director-
' Comptroller

-~Coffee Break--
The World Situation R. Jeck Smith
‘ Acting Deputy Director
for Intelligence

North Cafeteria Lunch--Informal (Each Associate will be joined by
three alumni of his university.)

- The Sbiedtiét in Intelligence ' . Dr. Albert D, Wheelon
0 - . Deputy Director for
Science and Technology

Remarks = . o ' : Matthew Baird
: : Director of Training

The Career Training Progrem * 25X1A9a
- Chief, C :

--Coffee Break--
"Regsume" (CIA Training Film)
Bus Transportation from Headquarters to Hotels
Bus Transportqtiﬁn,from:Hotels,to‘Dinnér Appointment

Dinner for Assoclates and Invited Guests ‘At fhe Home of Mr. Kirkpetrick

25X1A9%9a

Bus Transportation to Hotnls
Approved For Release 2000108/16 CIA RDP80 01826R000200070006@¢ER
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Tuesday, 3 November
(DCI Conference Room, [D-64)

Bus Transportation to Headquarters from
1016 Sixteenth Street, N. W,
(Remember: Check out of hotels with baggage.)

Adrinistrative Processing of Travel and
Per Diem Vouchers
(Coffee Available)

Remarks ‘ _ 25X1A9%a
Chief, Personne

Recruitment Division

"The 100 Universities Program" Panel
~--A Critigue~- Discussion

I occrator

Bus Transportetion to NPIC for Cafeterla lunch

Briefing and Tour of Facility ; Arthur C. Lundahl
Director, NPIC

Bus, Llwpousine, Taxi, and POV Departures
for Airports, Rall Terminal, or Hotels
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Date Hour
15 1000-1200
1300~
16
17
18

1964 Annual Conference
of
professional Recruiters
15-25 Septembor

AGENDA

Location

USIB Conference Room 7 E-26 HQ
Joint Orientation Meeting with Agency Officials
Participating in 1964 "100 Universitics Program"”

Chairman~-Mr. Lyman B. Kirkpatrick, Jr.
gxecutive Director - Comptroller

~--Cafeteria Lunch with Agency Official
with Whom Recruiter is Paired

rurther Briefing by Recruiter of Official
Cconcerned as to Universities, Faculty Guests,
Dinner Arrangements, Travel and Lodging Plans, et

(With exception of WRO Appointments) free time
for Component Contacts at Haadguarters
or Other PRD Matters at 643 Broyhill Building

Monday - 21 September (721 Broyhill)

0900-1009 Chief, PRD

1000=-1100 Ny, John M. Clarke, Chief, Office of Budget, Program
Analysis, and Manpowel

1115-1200 [ - "oocretoring

(Coffae Break)
25X1A9%a

--Lunch-=-

1300-1400 _ Chief, Clerical 25X1A%a

Assignment Branch/POD

1400-1530 Chicf,

FRrY

(Coffee Dreak)

1545-1700 NTIC (Round Tablae) 25X1A9a

L i

Group 1
excluded from automatic
owngrading and
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Tuesday = 22 September (701 Broyhill)

0900~1000 "Resuma" (OTR Training Film)
(Coffee Break)

1015-1130 Mr. Robert F. Mello, Director of College Relations
and Recruitment, C. S. C.

--Lunch=-=
13001315 Mr. Emmett D. Echols, Director of Parsonnel

1315-1415 Mr. L. K. White, Deputy Director for Support
"The Support Carccr Officer Trainee®

(Coffee Break)

1415-1700 Chief, COTP and Staff--(Round-Table Discussion with
Professional Recruiters)
Chairman 25X1A9a
Wednesday -~ 23 Sentember (Headquarters GA-13)
N830-1109 ORD, 0SI, and FTMSAC *
1170-1200 Draw Entertainment Advances for "100 Universities
Pinners® from | - - =56 25X1A%a
-=Lunch-~-
1390~14%9 Office of Computer Services*
1400-1445 Office of Communications®

{(Coffee Break)

1590~1709 Chief,‘POD gnd Placement Branch (Round-Table Dis-
cussion with Recriiiqiséhairman 25X1A9a
Thursday - 24 September (791 Broyhill)
0909=-12010 Chi2f, PRD (Interviewing Techniqus Seminar)
~=Lunch=-~
1399~1400 ORR*
1429-1509 OCR (FDD)*

Approved For Release 2000/08/16 : CIA-RDP80-01826R000200070006-1
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Thursday - 24 September {continued)

(Coffea Nreak)

1515-1630 Chief, CSPD and Staff (Round-Table Discussion with
Racruiters)
25X1A Chairman
Friday - 25 September {701 Brovhill)
09200~1030 Individual Conferences with C/PRD
{Coffee 3reak)
1030-1130 T Chief, Editorial Branch) STATSPEC
1130-1230 DC/PRD and C/FRB
~~Luncn-~-
1330-1430 -ackstoxzming“) 25X1A%
(Coffee Break)
1445-1630 Chief, FRB - Wrap Up
1900 Di ome of Mr. & Mrs. Emmett D. Echols

25X1A%9a

Note: Droyhill Duilding is located on Route 120
~t the Intersection of 1000 ¥orth Glebe Road
and Fairfax Drive in Arlington, Virginia.
(Agency Dadges Must De Displaycd For Fourth
Floor Guard)

*placemont Cfficer concerned Asked to Attend.

Note to Recruiters

pPloase Substitute This Page in
yYour Copy of the Agenda
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10 November 1964

MEMORANDUM FOR: Director of Personnel and
' Professional Recruiters

FROM : Chlef, Personnel Recruitment Division

SUBJECT :  Recruitment of Negro Parsonnel

1. The Office of Training sponsored my participation in the
Personnel Orientation Seminar ("Equal Job Opportunities--Recruiting,
Selecting and Employing Minority Personnat*)conducted by the American
Managernent Association in New York City, 28-30 October,

2. This was a hard-nosed, no-nonsense seminar attended by 30
representatives of Industry and Government, including Negroes, " There
was no discussion of the hyphenated American, with the exception of
the Spanish~ and. Puerto Rican-American., Negroes constitute 95% of
the nation's non-white working force of 7,000,000, out of a totai work
force of 69,000,000, and it was obvious this conference was designed
to acquaint employers with the . progress industry is making in prepara-
tion for 1 July 1965 compliance with Title VIl of the Civil Rights Act.
Employers of Japanese- or Chinese-Americans would have drawn a
resounding "o What?!" had they cited such achievement under the
heading of minority personnal. This conference had tc do with what
was termed !'black brains' and to a lesser extent, "black brawn."

3. Industry has taken some glant strides in the past two years in
its recruitment of Negroes and upgrading of employed negroes to beMer

jobs,.: It has passed the "Nlegro in positions of visibility" phase of its
Integration program and broken down what was termed 'the stubborn
barriers to placement.? In the professional categories the Negro labor

market has turned !'hard as rock! and with many companies it is not
a question of hiring the better qualified applicant if a qualified Negro is
available. This is admitted to be discrimination In reverse but industry
Is quite willing to meet this charge with the argument that its more
immediate responsibility is the employment of any qualified Negro while
the Negro colleges (some 80 in the nation) are catching up with the

i Group 1

OVER
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the calibre of instruction and curriculum’ calculated to' eliminate the
qualifications. lag inhererit in those Negro institutions’ which’ historically .
have prepared their graduates for nMNegro work,! For example, it
was stated that North Carolina’ A&T is materially Improving its

curriculum -and, while it is not yet competitive ‘as a 4-year’ college,

industry . is hiring its graduates as technicians or assoclates, "’p__r*‘e_sf_cpi‘bihg
the additional study.the individual will be expected to pursue on his own,

, 4, As one employer, we have ' a 16t “to 1eér}n about the "_Négr_'*p{
college. We may know; for. example, that Fisk University is an out-
standing university by any ‘standards, -complete with a Pri Beta Kappa
chapter, and-that Tuskegee: Institute ‘8Hd ‘Tennessee Abl's E ngineering
graduates are -first-rate; - However, we have hot yet determined, as,
has industry, that there are. many other outstanding Negro colleges .
which have not-sought, or attained, accreditation. Xavier University of
Loulsiana is accredited and inddstry riow khows ‘no Xavier graduate |
chooses to stay In Louisiana. On thé other hand, ‘the graduates of .
the .six Negro &olleges iforming the Atlanta University’ Center complex=~
Spelman College, Morrig Brown College, ‘Morehose ‘College, Clark, .
College, Interdenominational *Theological Centerr, and Atlanta '~
University--greatly prefer to seck their careers in Atlanta, |

5, ..dndustry s aiding the upgradihg of Negro collegds throdgh "
student and faculty :scholarships; contributions to the ‘National Negré'
College, Fund, and by sending technicians’ from their plants and =~
laboratories into the Negro colleges to assist instructors and counsel
students, and bringing Negro professors into Summer Programs of
productive job assignments designhed to sharpen their skills and enhable
them to beiter prepare their students for future careers (in the
sponsoring industry, no doubt). The Negro-college professor is paid
a salary only slightly abbve IKis ‘campus income’ so as’ not to’ entice
him away from the teaching profession.

6., .General Motors, with 40,000 Negro employees, has for 20
years conducted a 4-weck Engineering Educators Conference designed
to tip off GM to likely candidates., There are only 7 or 8 Negro
Engineering Schools In the country, however, turning out only 200
E ngineering graduates annually, more, of course, If' éxtended to
Mathematics and Sciences. GCM recruits in 260 colleges and
universities for 1,200 =ngineers annually, including 600 graduates
from the 2,400-student body of the General Motors Institute, In 1963,
GM recrulted 39 Negro Engineers,
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SUBJECT: Recruitment of Negro Personnel

7. ALCOA asks all Placement Directors to turn up Negro
graduates, |IBM last yeab sent two Negro graduates of lndustrial
Schools to Cornell with great success. IBM is now employing Negro
professionals at the rate of 45 per ycar--which they consider signifi-
cantly short of their desired goal, but a tremendous improvement over
the half dozen or so they had been taking in before President Kennedy
invclved business leaders personally in the nation's problem of Equal
Employment Opportunity,

8, IBM is particularly proud of two Nedrc Ph,.D.!s recruited

" this year, one from UCLA and the other from the University of

Washington. it is prouder still of Phoebe l.esane, a Negress graduate
of Tougaloo College (Mississippi) and Drexel Institute who now heads
one of IBM's major Education Programs. IBM!s total Education

"Program, incidentally, is larger and more expensive than that of

Columbia Ulniversity. As another aside, IBM started its Computer
Programmenr placement with nothing but MSEE!'s, When it was
discovered that MSEE programmers were spending 7 out of 8 hours
playing bridge, they let down the bars, first to BSEE!'s then to any
clear-thinking college graduate regardless of specialization. Six female
Negrass matheraticians from Fisk were brought in as trainees this
year, but IBM indicated these graduates would have been acceptable
with any undergraduate degree. IBM has grown from 20, 000
employees in 1950 to over 90,000 today, of whom 8,000 are in
managerial  positions, 1BM hmes roughly 9,000 new employees annually,
3,000 college~trained of whom 2/3 are acquihed through campus

© pecruiting, 1/3 through advertising.

9. IBM!s Summer Program embraces 40 Negro professor-s
annually. In addition, it contributes 40 scholarships to the ‘Negro
College Fund and 19 Faculty Fellowships for one-year!s graduate study

" {which IEM and other corpobations consider more fruitful because of

the "multiplying effect" ‘on many students--as against the student scholar-

‘ship', that is). IBM places its Summer Program professors in
'produchve job assignments as mathematicians with mathematicians, for
'example, or in Programming Groups. They are treated as working

numbers, are not given the public relations red carpet trcatment, and

are coached so that they can talk to their students in content-oriented

te r*ms .

V_IIOV., As a matter of fact, there was considerable general
de-emphasis on the public relations value of the so-called "Red Carpet
Treatment!" accorded white graduates, One large employer termed it

QV&p:proved For Release 2000/08/16 : £IA-RDP80-01826R000200070006-1
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" #

SUB‘JECT ‘Recruitrhent -of ‘Negro Personnel |

'\_.'str‘ictly a technique whuch has "glven the boys the 'Seveh Year! s ltch!
in- thr*ee." Our JOT Program’ appar‘ently has oper'ated ‘with this’
insight for years, by hiring at. reasonable car'eer--star-t salary levels
and not promlsmg spectacular salary - advancement and world-shaking
r'esponsibiht;es on the r'-apid rise to. the top.. ',.\"
L 11 General Motors has a 12« month Co-op program over a
4-year perlod with Tuskegee. ~ NASA also is co-oplng with Tuskegee,
GM Is not satisfied with it$ increase In Negr'o hmes skifled and
unskilled,. and is 'seeking to add a minimum of 60 Negroes or other
non-whctes per' month for 15 months. The high for any one month has
been 922. . : |
12.. AL.COA ‘has a Scholarshlp Program for Sons and
*-'Daughter's of Outgomg F‘ersonnel and is working overtlme to. include
the gr-eatest possnble number of Negro dependents in this program.
AL.COA has spearheaded saveral Detrott-based mdustr'les in sponsoring
summer-long tr*ainmg of Negro college, -high school and ompor*tantly,
Junior hngh school pldcement and gundance counselor-s. This training
Is conducted at the local "streetcar umversnty," Wayne cétete, ‘and is
keyed to acqualntmg counselers with the ij opportunities torr Negroes
in Detroit. mdustr'y and the pr‘OpeF ‘preparation for, such jObS. With
more sponsonlng lndustmes in the fold, this. pr'ogr'am is betng extended
1o another- su(teen uﬁ!vebsmes next summer'. L s -
1,3 AL_COA stated lt 15 "standlng in Ime" at the Negr‘o co-op
.COHeges. Hampton lnstttute I8 starting a co-op pr-ogr'am. U, s. Steel
contributes to the bntted Negro €mall College F'und compmsing some 35
small colleges, in the south, mostly church-affiliated.” 1t.-has a continuing
program for. the placement of Negroes in qualitative, non-traditional
(manager'iat and scnentmc) jobs. (it also Is sending |ts technlcal and
sccentiflc people to work with Negr-o facumes. :

14 Most of the Blg Ten universcties sponsor- Negro stter‘-schools.
fMichtgan and Tuskegee ar*e “sister schools, for example. ‘Michigan
Lbrings. quahhed Tuskegee professors to. Machtgan for an acadech year
to gain teachmg exper!ence. .

15, General Motors is concentrating on moving Negroes from the
- hourly-rate to its Salaried Group (Classification 1 through 8). Itis
keeping track of "“negro scatter! division by division, plant by plant,
month by month, through regular plant reporting procedures and internal
audit reports, L.ess than 15% of CM!'s Negro population was in Service
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Cléissifidéti_on jobs. Its inventory of college graduates had not been used
to 'he’assigh employees to areas of highest potential, This is belng
corrected. Negroes are moving from production to office work.
Negresses are given supplemental training on the outside to. prepare

them for advancement to stenographic a55|gnments. : Certain companises
have thelr own Academic Stenographic Tr'ammg Pr*ogr'am for the non-
secretahy high s¢hool graduate who took an Academic course with the
unrealized ambition of going on to colliege. She Is put.into the company! s
ASTP, 1/2 day of production work, 1/2 day of secretarial training.

16, GM had !'"no difficulty in finding a !skill bank! in every plant
we have.," Its summer employment program embraces 16-~year old and
above Negroes, GM's total work force is 9.2% non-white—-as compared
to roughly 10% of the nation's total work force being non-white. This
does not suggest, however, that industry is committed to hiring a set
vquota of non-whites,  The only conference participant to mention a quota
was the Personne! Stalfing Specialist of the Ui, . Forest Service
district office in Weshington, D. C., which is under orders from
Secretary of Agriculture. Freeman to bring its staffing into balance with
the Metropolitan Washmgton Ugcatter! compmsmg 25,6% Negroes,

17. lndustry Is using every Negro recruitment source ava’iable.
U‘S‘.E.S., the Ulrban L_eague Skiills Bank (Richmond, Virginia,
chapter was cited as. being especially helpful and pr-oductlve) - CORE,
NAACP, in-house Negro employees, ministers, and other communlty
bi-racial and minomty gr-oup assocnauons. ‘

18 Industr‘y has suffer*ed fr-om having no recruutment image in
the Negro community, Rather than having a good or.a poor image,
many concerns simply had no image--because thn_y had done little or no
Negro recruiting,  Two years ago, ‘duPont had no, image, :for example,
at Howard University, accredited and a recruitment. source for many
major concerns. Accordingly, duPont mounted an all-out program to
get itself "accredlted" at Howar*d

19. I1BM spends $25 000 annually in advertising with EBCNY
magazine. Its spokesman said he could not prove that this advertising
had resuited in any direct recruitment dividends but he was satisfied
that over a period. of time it would help to establish IBM in the mind of
the Negro (at least the readers of EBONY) as an empioyer of Negroes,

5
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- ..20. At the predominantly Negro colleges the scene is one of '~
industry r-ecr‘uiter*s-'"-fl‘_ooding‘-:,the campus, " encountering faculties that
are unprepared to make specific student recommendations, working in
poor .placement facilities (because there had been no_demand for them
in the past), and generally créating a chaotic condition,” Out of it,
however,, the. Negro. collegian is awakening to tha realization he is " -
wanted. ’ i . , PR e e

.21. The problem of setting a recrultment Image, however, is
first of all, "buj_Iding an image. The college and the student must be
cgnvinced that you "really mean . it." Negro leaders have emphasized
with industry that they "be. specific! ‘in- discussing employierit - e
opportunities with Negro candidates, ugpell. it out, ! tdon't bujld up the
candidate's hopes too high, " "aveld. disappointment, !t "extend the inter-

view, ! 'use everyday language," Mevel " Madmit you are. seeking
Iblack brains! ! ndon!t pussyfoot, ! Vif you are ploneering in a new
placement area, untouched by Negroes, start with the best-qualified
Negro you gan find," " That industry’ls .assiduously seeking many new
Negro personnel is no assurance you. can 'luse. the Uirban League to
get ,yourself,lf@g{i,"_'ln_st’ant ‘Negro!." ~What is needed most is. ncarefully
paving, the way for the Interview--changing disbelief to belief."

., 22.,. ‘Our conferehce did not translate nchanging, disbelief to
belief! fo mean that it takes' a Negro .to recruit a Negro, but it'was ="~
made ciear that if you've' never recruited at a particular’ predominantly -
Negro. institution before, disbelief can best be sc_otcheél inthe first " ™
visit by _the recruiter boing accompanled by a satisfied Negro employee
of his company., =~ = R - R R

_ §3f'_ It has been’'a new experience for most of these companies,’
however,. learning they had no .pecruitment image among the Negro
colleges .or among the Negro graduates of integrated universities with -
a high _M"eg_r*o’.\ pQQQI_a'ﬂon.f Cornell University was one of these cited.
a4l Althe companies present frecly recognized that "the Negro
does significantly poorer on every tost we use--especially in the verbal
and arithmetic reasoning areas,'! But then: industry is not resting its
.case on these grounds. Industry is not teaching Negroes how to pass
a test (which was ‘compared to "treating. a sympton'), but, rather, Is
hiring a qualified Negro when a better qualified white applicant is
available, By the same token, in many semi-skilled job areas, they
are not requiring a high. school diploma. where. it traditionally has been
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SUBJECT: Recruitment of Negro 'Personnet

required of white applicants. Industry is tending to think of these
departures from traditional employment procedures as a form of
immediate assisiance to. a culturaily disadvantaged group--~discrimination
for which they willingly will take the rap. They are thinking now of
more salutary long-range, dividends attachmg themsazlves to the
corporate image, and to buiiding up a. work force which in some
geographical areas has worn somewhat, thm.

25. This attitude has some admirable qualities, of course.
Essentially, however, it merely recognizes that members of other
minority groups have fought their way 'from the slums to the top!" in
considerable numbers, from a culturally disadvantaged base, because
the opportunity always ‘prevailed. - The Negr'o who has done so,
however, has surmounted not only the same cultural barriers but an
additional more critical barrier, the fact that he was black,

26. Color alone, it was pointed out, by a visiting social psycholo-
gist, accounts today for most of the apathy or lack of motivation among
young Negroes to remain in school, let alone progress. They think of
themselves as black and of being black as their passport to being
overlooked in the nation's quest for worthwhile talent, They flunk tests
with great regularity because nothing ever has come their way, or,
rather, their parents' way, because they passed a test. They are
today letting themselves in for seismographic shock., lndustry is' taking
them today. |f they make a reasonably good pass at. the test.

27. Industry is going to the school, the chur'ch and even the
home, in Oper-ation Bootstrap fashion, showmg company. movies that
discouhage would-be dropouts and stress the ''open door! theme,
Industry means to shape up a whole new generatlon of Negro employ-~
ables., 1| was amazed by some of the community projects in this regard.
None of the companies is. satisfied with the number of Negro “employees
on its .payroll today. All say they must do a "much better! precruiting
and training job. The way they kept addressing themsclves to this
goal convinced me the Negro not only never had it so good but doesn't
really know how good he now has it.

. 28. This takes. a little time to sink in, but there is a tremendous
head of steam behind this drive and the dividends for employer and
Negro employee are visualized as being just around the corner., There
are economic stakes in this game, of course, if we know Business.

7
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Take Newark N J., a cuty ‘which has expemenced a loss to the white
suburbs of 1, 000 ,000 whtte ﬁesndents with: an equal offset galn of
Negroes and Puerto Rlcans, ‘whose share of MNewark!s populahon
_has shot up 50% in the past four years... Newar'k has a local and
untypncal pr-oblem but. it hag forced Newar‘k businessand lndgstr*lal
concerns, in order to survive, to employ Negroes, in jobs they nevenr.
held before, as bank teller-s and in other ser*vace-omented positions,
Western Electric, ‘with a $300,000,000 mvestment in. industrial plant,
would ‘havé closed its doors ther-e |l it had not discivered over‘mght
that Negroes and -Puerto Ricans could per'for-m many plant dutles lhey
had never per-formed befor‘e, for- Western Electmc. ‘

. 29 It is not thls more’ graphlc aspect of . sur'vuval that is
energizing lnduslr'y to employ the MNegro, however, It is related to
more basic economics having t6 do’ with the Negro as a lower-mcome
'consumer' ahd the famlly of th> unemployed Negro-as a ward of soclety.
The hlstor'y of. America's industrial revolution, as we all know It, is
not, exactly replete with the Feputation .of do-goodism, “Today, the labor
side of the picture Is conslder-ably lmpr*oved ‘but the -Negro male's median
wage i $3,075, thal of the while male, $5,137, the Negro fémale,
$1,276, whlte female, $2 530, This, defocut spendmg power of the
Negro coupled ‘with the $300 000, 000 doled out annually for dependent
children of ‘unemployed’ Negr-oes nepresents $1,550,000,000 down the
drain Insofar as industry V|ews lhe oonsumer goods mar'ket.__

, 30, Thls,; conslderatlon, plus the pro;ectlon of as, 000 000 ‘new
jobs comlng orn the market in the next ten years, str-ongly suggests a

_,‘mennmg pr*oblem.: These new’ jobs: woll be needed!to accommodate

pepulation expansion (1,500,000), r-elrainlng (806,000), and to offset

. jobs lost to' automation (l 200 000)., . Thes& 35,000, OOO new jobs are

needed to keep ‘the nahon's G‘NP on a hlgh Ievel of economlc pr-ospemty
o 31, Thr-oughout mdustry, there is cons:derable movement in the
9 dmectlon of up-grading Negr-o employees to jobs more closely
.parallellng their true potentlal “The day of token placement of Negroes

- .. in "posutlons of vlmbuhty" is passe, as is the guise of paying lip tribute

'.to equal employ*menl opportumty. Most = major industries have gone

‘ through the -phase. of. loadmg from’ str'ength-—breaklng the ice with a
.fhughly quahfled Negro’ pro(ess«onal or an especlally -attractive Negress
secratary in . the bass's ofiice, technique, " ‘adopted -as stated on the
advice of the Negro leaders -themselves and one that still holds for the
company about to buck the "stubborn barfiers- to placement, " Painting

- out the "White Only" signs with transparent paint Is losing its touch of

humor, &ds is.the old-line employee asking the foreman where he would
lika to place the spear-rack
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32. The transition has not been easy, hot only in the south
where most major industries have plants or branches but in the north
as well. That racism is not restricted to the south came out loud and
clear. In fact, Industry's attention is concentrated more heavily today
on avoidmg the danger-s of race riots Ieadmg to plant shutdown in the
north

33. The Negro population of New York City is greater today
than that of the ten most populous southern cities. This will be true
of Chicago as well by 1970, Cleveland, by 1973, and seven or eight
additional northern citles by 1980,

34, To say the transition has not been easy speaks of many
facets’ of the problem. NASA, for example, has implemented its
program on the basis of "calling for the resignation! of any employee
whose aesthetic tastes arc bruised by the prospect of working along-
side a Negro., NASA voluntecered that no resignations have been
turned in, Conversely, ALCOA cited the entire secretarial unit of
one of its southern plants as welcoming a Negro professional to the
supervisory hicrarchy of one of its engineering units, !'because you
knew we were the most sophisticated unit in the entme AL.COA
Tennessee plant n : : S

35. Some 300 companies have taken the President's "Plans for
Progress" pledge, either voluntarily or of necessity, pheferr\mg ‘to
continue contracting with the United States Government, . Our seminar
was addressed by Mr*., N. . Thompson Powers, Special Assastant to the
Secretary of Labor, Mr. Powers spoke to Titles VI and VII of the
Civil Rights Act, to Executive Orders 10925 and 1114, the NLLR Act,
the early ostabhshment of the Equal Employment Opportunity Commtssmn,
and to the whole fabric of Affmmattve Action Obligations; Failure to
Hme—-covemng macuon, such as failure to consider an applicant;
mtentuonal violation, as opposed tc violation; not recruiting so as to
insure a r-epresentative group from Wthh to sclect employees, ‘et cetera,

_ 36. /-'\s Mr. Powers spoke and responded to questlons tt was
clear‘ industr-y has been legislated into a posture of morahty. ‘Be that
as it may, and at the very great risk of beating a hint to. death we
should know what is motlvatlng our competmon.

37. 'Tlans for Progress! have to do with the highly emotional
subject of how a company offers equal employment opportunity to

9
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minority personnal. 'T'he company's presldent and your Presndent
Lyndon B, Johnson, co—ssgn the plan, Having sagned the plan, the
company presldent stays in the backgr-ound while line supervision. .-
hammenrs out the day to-day details and absorbs all- the face .to face, -
person to person r*ever\berattons.' Compllance with the spirit of . the
new law is not a new goal: for 'a’large sector of American mdustry.
The Presldent's Committee on Equal Employment Opportunity has been :
operative since August 1963 when Pr'esudent Johnson established the,
Plans for Progress Advisory Council and. "mobuhzed the - voluntany
offorts: of American business and private mstltutlons and thus pr*owded
an effective means to achieve equal employment oppor'tumly." Company -
after company" has ‘fallen into- step with. its ""Plans for. Pr*ogress”‘ in
this.area. What a company must:ask itself by way of: self—analysls y
is whether It is tr-uly an Equal Employment Opportumty employer‘.‘. As
to |ts pohcy r-egardmg employment of mmomtles, .the company lS asked:

- "Pleoase state your~ polxcses as to employablhty and employment
by you (whether directly, through subsidiary, affiflate,’ etc, )
.of persons of dlffemng racaey ‘créed, color* and national origin.

{a) Do they apply to all persons employable or employed‘f‘

"In each type of busmess? ln each Iocaluty wher‘e they
' operale" ) : - -

(b) How and to what exlent "Have you commumcated these

' pollcles to those m your organlzatlon who put them
into pr'acnce? : '

N . B § . . . € 3 .

(c) How and lo what extenl do you check lulllllment of *

-'these pollcles? L

(d) In so doing;: have you found sctuatlons that have needed
- impPovément? ot 80, how have you been able to: eflect
vim'pr‘ovement" N ’

(e) How do the pollcles and practices of unions and other ;
: organizations of workers with which you have a - =
- collective bargalning ‘or other understandlng affect the

.

-'opehatlon of your pollcy"" o

i

38, The "Plan for' Pr'ogness" company, h‘avmg examined’ its
policies, is then asked to ,examine its” Er-actlces as to employment

10
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of minorities,
is asked:

oV

"(a).

11(5)

"(c)

ll(d)

"(e}

n(”

39.

H(a)

(b)

ll(c) |

n(q)

R

‘be app”ed?

Describe your practices for recruiting new personnel,

Do they tend to provide a flow of qualified applicants
they adequately reflect the make up of the available
labor markot?

Where appropriate, can you suggest additional recruit-
ment methods or practices which will insure a flow of
qualified apphcants representative of the labor market
in which you operate.

Whtm the scope of your expemence and knowledge, do
local vocaticnal trairlng programs provlde qualified
gracduates?

Are minority groups actively partlcip§hrgin these
phograms'f‘ IR . . e
If necessary, are there any suggestions you could
make’ that vould improve, these programs?! .

Under* Quahhcaﬁons of Apphcants-Traming' o
] o

What, if any, are the pmnc:pal ragial or ethnic minority
groups in your- _ar-ea agalnst whom dnscriminaﬂon might

H

Have you ever attempted a samplin,g or analysis of the
qualmcatlons of these minomty gr'oup apphcants as
COmpar*ed to qualifocatcons of other appl;cams?

1t S0, has such sampling or analysis indicated that
minority group applicants were less qualified, as equally
qual_tfced or mor-e qualified than other applicants?

if the samplmg or the analysns mdlcated that mmomty

" group applicants were less qualified than other applicants,

what were the underlying causes, e.9., insufficient
education? Lack of experience?

11
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{e) Do. you provide traihingﬂtq enable new employees to-
become better qualified? 'V so, is such training
equally available to all new employees?!

40,  Under. Hiring - Placement:

n{a) Does examination of your hiring practices indicated to
you that all applicants are considered solely by their
qualifications for the job opening applied for?

n(b) Do you have any job categories which in practical
effect are closed to persons in minority groups?

If so, list jobs and state reasons. .

n{g) Is the initial job into which a new employee is placed
determined (or influenced materially) by whether he is
of a minority group? If so, what has brought this

about?

n(d) Where appropriate, what steps can or should be taken to
put job placement practices on a nondiscriminatory basis?

41, As to Compensation:

n{a) Throughout your operations do you give co.mparable
pay for comparable work to all employees?

"(b) If there are variances, explain circumstances and
suggest how equality can be Aachieved.:" :

42, As to "On-the-Job'and Apprenticeship 'Trainihg:

n{a) Describe your practices in selecting employees for
' post-employment training programs,

"(b) Are all qualified applicants given equal opportunity for
training? -

n(¢) Are those now participating in your training programs
representative of the racial composition of your work
force? ' ' :

‘12:.
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n(d) 1f not, can you suggest workable changes in your
program so as to provide equal opportunity?!

43, As to Transfers:

n(a) Are transfers of your employees from one.job or. unit
to another made without regard to race, ‘creed, color
or national origin? '

n(b) If not, suggest methods of improvement,

| "(c) What effects, R any, do coHective bargammg agneements
- have on, transier procedur'e?" -

vab Promotnons and Upgradmg“'-l' '

“"(5'.)-' {Ar‘e ther‘e dlfferences in yeur pr-actlces “for promohon
T and upgradmg begause of "’ race,' creed color or..
'nahonal origin? e :

"(b) Wher*e .appropriate, can ‘you suggest sngntflcant improve~: -
C Y ments whnch wo uld glve to each quahfled employee equal
-opportumty"". T o

45, I_ayoffs and Other* Terminattons - Rehming

"(a) Are there dlfferences in your practices regarding
layoffs and other terminations of employment because
of race, creed, color or national origin?

n(b) Are there differences- in r‘ehmmg employees because
of r-ace, creed, color or national omgm”

"({c) Where appr‘opmate, suggest workable changes in.youn
Iayoff and rehiring practices which"” would Pesult in an
equal opportunity for all employees.

46, c,egr‘atated Wor'k Ar-eas and Departments

n(a) Are any of your' woprk areas oR departments racually
segregated? i so, explain the reasons,

13

ot
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1{b) What workable changes can be made tc eliminate
them? When and how?!

47, Segregated Facilities:

"{a) Are your following facilities racially segregated?

Cafeterias Recreational Facilities
Restrooms -~ and Programs
Drinking Fountains Employee Services
Other .

"{b) I so, please describe the reasons.
n{e) How ahd wheh can thesce conditiocns be eliminated?!

48, The whole scope of the new Civil Rights locok would suggest
that the employment climate in both the private and non-profit sectors
of ocur society is now that of Yplaylng for keeps.!" We are in the
no-nonsense era of equal employment opportunity,

49, The Agency!'s policy with respect to the recruitment and
placement of the Negro has been an 'Yopen door! policy with overtones
of non-aggression. We haven!t exactly been pushing Negro candidates
through the door., The Negro professionals who have made it with us
would -have made it with our competitors, - This, certainly, is as it
should be. Our recruitment visits to the predominantly Negro college,
however, and our interviews with any Negro professional, should
inspire us to keep a sharper eye trained for career talgnt.

25X1A9%9a

14
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1L July 1965

MEMORANDUM FOR: Chief, Retirement & Retiree Placement Division

FROM

Chief, Washington Recruitment Office/RRPD/CP
SUBJECT '+ Anmal Report for WRO, FY 1965

The following statistics reflect the workload of the Washington
Recruitment Office for Fiscal Year 1965:

Other
CT (Clerical Commo Professional Total

Interviews. « o « o .
RecommendsS. « « o o o o
Security Initiations. .

Entered on Duty . . . . 25X9A2

25X1A9a
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MEMORANDUY

22 July 1964

- |  0ffice of Director of Fersormel
25X1A%a wroMs _ Chief, FRB/PED through Chief, Personnsl Recryitnent
vigion

Applications of Computer Sorvices to Personnel Recrultment

Division Operations and Flanning.

A peview of recrultment problems over recent years indicates the
collowing areas should be examined for computer epplications.

A
e’
i
i
i
=5,
B,

Recroitment Ronulrapent Planning.

nanpower requirement Projecty’
personnsl should be annlyzed for control in terns of program

Manpower projections and studies utilized for ¥Y 6l
and '65 offer o wlde range of uncortanties that could be
subjected to validity gtudizz, 1t is suggested thai Aroncy
“or professional and alerical

sruiremonts and emphasig. TFactors of availnble funds, time-
tables and recrwibment target exparlence shoutd be utilized
to build models for probabllity studies, Appllccztions of
flow patterns in PERT planning and related MPCA studies

could astabilize and confirm Agency recruitment targelts.

With computers indicating probabilities of discrete avents,

pecrultment objectives snd changes in manpower emphosis
could be idantificd to provide economy and continuity in
recyrultment pProcessvs.

necrubtnent Operatlions

1. Cloriecal Racruiting'

[

Historical statistics avallable for clsrical recruit-
ing cycles offer an excollent basis for experimental computarized
reeruitment. It is recommended that studies be initiated So
utilize I punch cards to serve as tost and application ior
screening the Hational Us S. Employment Service Offices - 3
aolected business colleges and academic institutions.
formation avallable from the punch cards nailed to Washington
would provide a contlinuous imput for ADP of candidates for
clearance and/or specific referral whero necesgary to field
rocruiters for interview. Refinement of thens applications
might eventually serva to mechenize clerical recruiting.

EROUP ¢
Excloded from automatic
downgrading and

deelessiftation
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I Continued - Subjects Applications of Computer Services to Personnel
: - Recruitment Divislon Operations and Planning.

.

2. Information Storare and Retrieval of Applicant Files

Hidden excessiva cost factors in recruitment are directly
‘attributable to lack of Lmmediate access to applicant infor-
mation id a wido range of vacruitment data. It is recommendsd
that the entire spplicant Tile section be placed on disc or
magnetic core storage for retrieval by name; educational status,
professlonal backpround, skills and relevant /gency date.
Separate retricval catefories should be established for accept-

- able applicants surveyed on the basis of resumes and rejections.
Tals reservoir nusbsring in the thousands of potential candi-
dates over many years would serve as an immediate mochanism
for identifying a needed capability by directing iths recruiter
to known qualifiod candidates who have previously expressed
interest in emplovment.

Co Testing and Fvalu-tion

Testing and screening mechanisms offer an area of study for

e : processing of Initial scrcen tests for potential COTP candidates
(:) ' ' - - on a national basis,whers insufficlent data does not justify

' = field interviews and formal application processing expenditures,

h
t

\

Justification for examination of all of these surgested studies presently
exists in a wlde range of personnel menpower planning snd recruvitment activie
ties. The Minneapolis lloneywell Company is currantly controlling their
veeruitrient interviews and formal application processing expenditures by
utilization ol computers. A new sophisticated porsonnel search organization
located in Princeton, New Jersey is now feeding resumes to storasge on IRY 7050
aquiptent for immediate retrieval on customer request. Some evidence exists
Tor an eventual meshing of this national search storsge to ETS testing facllities
for pervice to mansgement development progroms for commercial and industrial

SONGSTTS
_’ | 25X1A9a
nialy rersonnel Recrultment Division

o

ok il e
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FY-65 RECRULTMENT DATA

1 July 1964 thru 30 June 1965

'CLERICAL RECRUITERS EOD  : Professional
CTP
Commo
Clerical

] [} ? 1

Total

(Total SI:
25X9A2

PROFESSIONAL RECRUITERS EOD: Professional
- CTP
- Commo
Clerical

Total

(Total SI:

GRAND TOTALS

SI
EOD | - 25X9A2

, entmiebimfniinn———
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The Central

Intelligence Agency
of the United States

Responsible to the President

“l urge young men and women of char-
acter, intellect, and devotion to their
country to consider the important serv-
ice they can render the United States

in an intelligence career.”

25X1A

Director of Central Intelligence
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A Tribute to C 1 A

The call of CI1A is to young men and
women with a high patriotism and a
passion for anonymity. President John F.
Kennedy, speaking to the personnel of
CI A at its new building on November 28,
1961, said:

Your successes are unheralded— your fail-
ures are trumpeted . . . But I am sure you
realize how important is your work, how
essential it is— and in the long sweep of

history how significant your efforts will be

Pw A

Jjudged.
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A Vast and Complex Responsibility

It is the responsibility of the Central Intelligence Agency of the United
States to collect, digest, collate, and interpret the vast amount of intel-
ligence information from all over the world which the President of the
United States must have in order to make the decisions required of him
in times of peace or national danger. This is a proud responsibility.

C 1A, it should be noted, is the central U.S. intelligence agency. To
serve the President, it has access to all other intelligence in the United
States. It is responsible to the President. It also serves the National

Security Council.

Intensive Use of the Nation’s Intellectual Resources The task of
U. S. intelligence is to bring together and synthesize what is known; study
what this confrontation of facts means; and present significant truths,
sometimes orally but often in cogent, reasoned, concise, carefully re-
searched documents. To meet its obligation to the President and the
nation, the Central Intelligence Agency of the United States makes
intensive use of the intellectual resources of the United States.
Democracy has helped to create, and freedom has attracted to the
United States, an immense reservoir of exceptional professional men and
women in every field— unsurpassed and even unmatched anywhere else in
the world. CT A draws upon the outstanding scientific and technological
talents of the country in colleges, universities, and industry. It employs
and trains young men and women who can bring to it a great diversity of
skills and exceptional competence and promise in science, technology,
languages, history, the arts, politics, economics, communications, adminis-

tration, and other fields.
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A Prime Need A prime need of the Central In-
telligence Agency is for young men and women
who have a liberal arts training— who have a
strong sense of history— who are keenly aware of
the forces of economics and politics— and th
have substantial command of at least one foreign
language. They must be well-adjusted young

people with a strong inclination toward leadership.

They must be intelligent and resourceful, person-
able and persuasive. They must be willing to work
anonymously. They must be able to see, think,
and report clearly. They must be willing to accept

responsibility and to serve in far places if need be.

A Great Diversity of Talents A careerin CT A
attracts many college seniors, but it is largely to the
graduate schools that the Agency is looking today
for mature students equipped for extensive training
in intelligence fields. A high percentage of the
C 1 A organization is made up of men and women
who have obtained their master’s degrees froniw®
graduate schools, and many have their doctorates.
More than 500 colleges, universities, and graduate
schools have contributed to the present staff of the
CIlA.

Virtually all divisions of the social and physical
sciences and virtually all fields of technology are
useful to candidates. There is no intellectual
discipline and few skills which are not continually
needed.

The Central Intelligence Agency of the United

States employs college graduates and graduate

Liberal Arts Graduates—

mature young men and women with a strong

sense of history, a keen awareness of -
the forces of economics and politics, and a

substantial command of at least one

foreign language — are essential to the work

: v of the CT A.
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students in economics, economic history, and international trade to help
in its study of developments in foreign economies and foreign economic
systems which have an effect on the security of the United States.

It requires students of political science. international relations, history,
and area studies who can immerse themselves in developments abroad.

Essential to the C I A in its service to the President and the nation are
experts who can probe every area of information which may throw light
on the strengths, weaknesses, and capabilities of a potential enemy. It is
vital to know what he can and cannot do. It is therefore often necessary
to know what his scientists are doing and discovering— and what time-
table may be involved. It is necessary to be up to the minute on develop-
ments in physics, chemistry, clectronics. Foreign propaganda must be
judged in the light of truths that cannot be hidden from diligent researchers.

The worldwide search for truth often involves men and women trained
in biology, geology, engineering, cartography, agriculture, even forestry.
CIA often needs people whose specialties may seem superficially to be
unrelated to the national security.

The millions of words and thousands of reports and other documents
that are part of the work of the Central Intelligence Agency each year are
continually tested against often conflicting reports in a great diversity of
fields by an organization of specialists— men and women of highest

competence and training.

A Career in CI1 A

The Central Intelligence Agency of the United States needs men and
women who want to devote their lives to its work.

A career candidate should be strongly motivated by a desire to partici-
pate as a citizen in a public service vital to the security of the United States
and the peace of the world, and should expect to make sacrifices of time,
energy, and personal convenience.

A prime test of candidates is character. While we are proud of the
intellectual capacity and achievements of the Central Intelligence Agency,
we are even prouder of the fact that its membership has measured up-to
very high standards of character, integrity, and devotion to their country.

The broad areas of activity into which entering candidates will find
themselves drawn include Administration, Intelligence, and Scientific and
Technical Developments. As new members of the organization begin to
find themselves— developing evidences of special interests and capabilities,
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Virtually All Fields of Technology

are useful to CI A candidates.

There is no intellectual
discipline and few skills which are
not continually needed.
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and discovering preferences for various kinds of
work— they are encouraged and given special
training. Their progress can be as rapid as their
will and capacity to move ahead. The CI A has a

continuing need for able careerists.

Career Training  The Career Training Program
of the CI A is directed toward graduate students
and college seniors who (in the case of men) have
completed their military service; and young grad-
uates who are now employed in other fields but who
want to build new careers in intelligence. It pre-
pares qualified candidates for lifetime professional
careers in intelligence. It provides for one or two-
year periods of basic training and controlled, on-
the-job assignments before permanent transfer into
one of the Career Services.

Appointments to the Career Training Program
are based on a candidate’s general intelligence,
academic record, leadership potential, physical and
emotional fitness, and aptitude for foreign language
studies. He has a better chance for selection if he is
enrolled in graduate study and has traveled abroad.

A candidate who is not appointed to the Career
Training Program at the time of his recruitment
may apply for appointment after he has accumu-
lated on-the-job seasoning. Such employees in
fact make up a significant part of each new Career
Training class.

Overseas tours for either brief or extended
periods are essential in some career fields. In
others, overseas duty is not required, but oppor-
tunities for service abroad are often available.

On-the-job and formal training of employees
throughout the early and mid-career stages of their
development is given special attention. The CT A
is an excellent training ground. It has an ex-
ceptionally fine laboratory for foreign language
instruction— on or off the job. Professional

training is given not only with the C I A but also at
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other Government training establishments and at
private academic institutions. Two universities
in the Washington, D. C., area conduct evening
. programs of graduate and undergraduate study
at Central Intelligence Agency headquarters class-
rooms, and other universities also cooperate with

the C T A in its training program.

A Large,Well-Run Organization Administra-
tion of so large and painstaking an organization has
its own staff requirements. It needs computer pro-
grammers, administrators, secretaries, librarians,
personnel managers, medical officers, communica-
tions engineers, and experts in auditing, budgeting,
supply, records management, security. CITA
administration must rely on business majors and

liberal arts graduates who are management-minded.

Conditions of Employment C 1 A employees
enjoy benefits and privileges generally equivalent
to Federal Civil Service employment, such as
membership in a retirement system, liberal vaca-
tions and sick leave, and eligibility to participate
in contributory life and health insurance programs,
even though they are exempt from Civil Service.

Salaries depend on education, employment ex-
perience, and the nature of the assignment for
which the candidate is selected and trained.
Salaries follow the Civil Service scale, which
ranges from $3,385 to $24,500 per year.

CIA is an Equal Opportunity Employer. We
are glad to draw our staff from many racial back-
grounds.

National security interests impose some limita-
tions on C I A employees, but many are permitted
to write for publication, attend professional meet-
ings, and maintain standing in their professions.
C1A employees have won some of the highest
awards available to people in public service for

outstanding achievement.

A Career Training Program

supplements on-the-job training with
work in other Government

training centers and at cooperating
colleges and universities where desirable.
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Headquarters of the Central Intelligence Agency

is a handsome, modern, office building in an attractive wooded area in
McLean, Virginia, near Washington, D. C. The worldwide search

for information needed by the President and the nation

in times of peace as well as national danger is directed from here.

C 1 A is the central U. S. intelligence agency and has access

to all other intelligence in the United States.
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The Work of the C I A
Is Continually Under Review

The work of Central Intelligence is by necessity highly confidential.
Nevertheless, it is under continual review by the President himself, by the
CI A subcommittees of the Armed Services and Appropriations Com-
mittees of the Senate and the House, and by the President’s Foreign
Intelligence Advisory Board, which is made up of the following informed

and knowledgeable citizens:

Clark M. Clifford, Chairman  Senior partner of Clifford & Miller,
Washington, D. C.; Director of the National Bank of Washington, the
Washington-Sheraton Corporation, Washington University, St. Louis,
Mo. From 1946 to 1950 Special Counsel to the President of the United
States.

Robert D. Murphy  President of Corning Glass International; Direc-

tor of Corning Glass Works, Morgan Guaranty International Banking
Corporation, Morgan Guaranty Trust Company, Gillette Company. In J
1959 Under Secretary of State for Political Affairs.

Gordon Gray Chairman of the Board, Piedmont Publishing Com-
pany; Director of R. J. Reynolds Tobacco Co., Champion Papers,
American Security & Trust Co. From 1949 to 1950 Secretary of the
Army. Former President of the University of North Carolina; Director,
Office of Defense Mobilization from 1957 to 1958; Special Assistant to the
President for National Security Affairs from 1958 to 1961.

Frank Pace, Jr. Chairman, International Executive Service Corps,
and Special Advisory Board, Air Force Systems Command. Past Chair-
man and Chief Executive Officer, General Dynamics Corp., Canadair, Ltd.
Director of American Fidelity Life Insurance Co., Colgate-Palmolive Co.,
Continental Oil Co., Time Inc. Director, Bureau of the Budget from
1949 to 1950; Secretary of the Army from 1950 to 1953.

William O. Baker Vice President, Research, Bell Telephone Labora-
tories; Trustee, Aerospace Corp.; Director, Babcock & Wilcox Corp.

Member, Science Advisory Board of the National Aeronautics and
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Space Administration. Former member of the President’s Science

Advisory Committee and of the National Science Board.

Edwin H. Land Chairman and President of Polaroid Corporation;
Fellow and Visiting Professor at the School for Advanced Study, Massa-
chusetts Institute of Technology, in 1956. Former consultant on missiles
to the National Defense Research Committee and adviser on guided
missiles to the U. S. Navy.

William L. Langer Coolidge Professor of History, Harvard Univer-
sity; Trustee, Carnegic Endowment for International Peace. Chief of
Research and Analysis Branch, Office of Strategic Services from 1942 to
1945; Special Assistant to the Secretary of State in 1946; Director of
Harvard’s Russian Research Center and Center for Middle Eastern
Studies from 1954 to 1959.

Director of Central Intelligence

The Director of Central Intelligence, head of the Central Intelligence
Agency, is the coordinator of the total American intelligence effort. As
the President’s representative and as the Government’s principal intelli-
gence officer, he is Chairman of the United States Intelligence Board,
which includes heads of the intelligence organizations of the Department
of State and Department of Defense, and representatives of the Atomic
Energy Commission and the Federal Bureau of Investigation. The
Deputy Director of Central Intelligence is also a member.

Acting in consultation with the United States Intelligence Board, the
Director of Central Intelligence makes recommendations to the President
concerning the intelligence activities, organization, and policies of the
United States.

John A. McCone is Director of Central Intelligence. He assumed this
responsibility on November 29, 1961. Lt. Gen. Marshall S. Carter, U. S.
Army, is Deputy Director of Central Intelligence. Lyman B. Kirkpatrick,
Jr., is Executive Director.
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Three Ways to Apply for Employment

Because of the nature of its responsibilities, the Central Intelligence
Agency must make a very thorough investigation of the character and -
qualifications of each applicant who is tentatively selected for employ-
ment. You are therefore urged to apply well ahead of the date when you

would like to enter on duty with the Agency. Three ways are open to you:

1  See your Placement Officer and request an interview with the Central
Intelligence Agency representative who visits your college or univer-

sity from time to time; or

2  Write to the Central Intelligence Agency, Office of Personnel,
Washington, D. C. 20505. Enclose a résumé of your education and

experience and ask for application forms; or

3 Come to the Central Intelligence Agency Recruitment Office, 1016
Sixteenth Street N. W., Washington, D. C., during weekday business

hours for a personal interview. No appointment is necessary.

“In all my life, I have never been associated with
a group of men and women possessing greater
educational and intellectual background than
the careerists of the Central Intelligence Agency.
I don’t think a comparable group exists in any
other department of the Government nor do 1

think it exists in any major private enterprise.”

25X1A -

Director of Central Intelligence
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More Than 500 Colleges, Universities, and Graduate Schools

have contributed to the present staff of the United States
Central Intelligence Agency.
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2 April 1965

OFFICE OF PERSONNEL MEMORANDUM NO. 1-14-5

SUBJECT: Organizational Chenges in the Office of Personnel

1. EBEffective 25 March 1965, the Persormel Recruitment Division is
redesignated the Recruitment end Retiree Placement Division (RRPD) in
recognition of its Tnoreased scope of activities. As now constituted,
the Division consists of the Field Recruitment Branch, the Washington
Recruitment Office, the Retiree Placement Counseling Staff, and the

Employment Referral Branch. _ continues to serve as 25X1A

Chief of the Division.

2. The Field Recruitment Branch and the Washington Recruitment
Office are unchanged and will continue to be concerned with conducting
a recrultment program designed to fully satisfy the Agency's continuing
personnel’ requirements.

3. The Retiree Placement Counseling Staff, a newly established
activity, is responsible for providing assistance to those persons who
are retiring from the Agency and who are seeking other employment sub=-
sequent to their retirement. -

4. The. Outplacement Branch of the Personnel Operations Division
is transferred to RRPD and redesignated the Employment Referral Branch.
This Branch will contilnue to provide employment asslistance to those
persons, who are resigning from the Agency.

25X1A

e . BC
Director of Personnel

OPM 3-65

Group 1

Excluded from Automatic |

Downgrading and
C-Q-N-F-I—D-E-N—T-I-A—L i Declassification
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EMPLOYMENT REFERRAL BRANCH, RRPD 1 July 1965

- STATISTICAL SUMMARY OF FUNCTIONAL ACTIVITIES

1 July 1964 to 30 June 1965
EMPLOYMENT REFERRAL CASES

Total Number of Cases Handled 316
Cases Open as of 1 July 1965 57
Cases Closed ) 259
Placement Trsfd Resigned (
Analysis by Grade Cases Handled Remained Agency* Government Private Industry Total C/RPS No Position Open
GS-12 and above 76 14 12 9 21 8 16 17
GS-7 to GS-11 123 20 30 15 L5 3 31 2k
GS-3 to GS-6 17 | 7 53 18 2 | 22 16
: 316 : b1 g5 42 137 12 69 57

*Remained Agency includes those employees who were eventually reassigned in the Agency and Management Referred
Volunteers who have not shoim continued interest in looking for external opportunities.

OFFICTIAL CONTACTS WITH FEDERAL INVESTIGATORS 335

DETATLED PERSONNEL CASES 2k

EMPLOYMENT REFERENCE INQUIRIES LIATSON CONTACTS : _ (

Employment and Examination Inquiries 1019 * Individual Lead Source Contacts 1600 (est.)
Official Personnel Liaison Contacts 450 (est.)

Internal Inquiries from Agency employees Representation at InterDepartment Committees 50

on status, leaving the area, ete. 150 Representation at Professional Meetings 2

P
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